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Abstract: This report will introduce the concept of performance management (PM), as well as the methods and practices that underlie the contemporary approach of this system.
The study of this report will highlight the leadership style, especially that of the traditional organization SainCo, which is the cause of starting this study and will emphasize the importance of line managers to create employee engagement and generate their involvement to gain competitive advantage. The report will present the importance of the general involvement of performance management and the performance appraisal process (PA) within an organization, establishing the general business impact for SainCo. Therefore, the paper will report a critical evaluation that will analyze the practices and techniques of modern and traditional PM relating them to the new PMs approach in SainCo
The concept of organizational and employee concerns will be revealed, and the main concerns of employees from a traditional and autocratic company such as SainCo will be displayed. Next, the report will bring solutions using the methods and practices of the new PMs to maximize the commitment and involvement of employees, but also to concern them with organizational performance.
The report will end with short- and long-term recommendations, which, if taken into account by the SainCo CEO, would lead to an efficient implementation of the new PM concepts and practices
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Introduction
Nowadays the uncertain business climate has led to the awareness of organizations that employees are the best asset and their results directly influence the company's performance. However, organizational performance depends not only on its employees, but also on the tools that the company offers to stimulate employee performance.  Therefore, Performance Appraisal (PA) is one of the tools used in the last decades to evaluate the performance of employees. Arthur (2008) supports that PA was interpreted as a bureaucratic method exercised by HR department specialists when there should be more involvement of line managers. Furthermore, Armstrong & Murlis (2007) claim that the PA has started to become an "incorrect annual evaluation ritual", which focuses only on the mistakes made in the past, but not on future development.  The outdated approach of PA has led contemporary organizations to implement a modern Performance Management (PM) system, adapted to the new competitive conditions. Aguinis, (2019) stated that the implementation of a PM system returns its efforts by transforming business strategies into results, involving the communication from the start of organizational objectives to employees. Within the PM, the PA plans must help in making decisions such as: promotion/dismissal, remuneration and salary structure, encouraging the development of employees, motivating and creating employee engagement. 
SainCo, a well- known UK retail organization with an autocratic leadership style realized that the way of approaching performance management that exists in the company is ineffective, and to maintain competitiveness, it must implement the modern theories and practices of PM. To achieve this, the CEO of SainCo contacted a Human Resource consulting firm in order to help it identify and embrace a modern performance management approach, in accordance with the business environment in which it operates, as well as taking into account the organization's objectives.
Thus, the first chapter will develop through a brief introduction to the concept of traditional management style and involvement of PM. Also, chapter two will discuss the organizational and employee concerns related to performance management and the remedies for them. The third part will analyze the employee engagement and involvement and will outline the importance of line managers in gaining the employee commitment and will present theories and models of PMs that will enhance the EE into SainCo. In the end, the report will present the short-term and long-term recommendations which will lead to an efficient implementation of the new PM approach. 

I. Traditional Management Style and Involvement of Performance Management. 
1.1 The concepts of the Traditional Autocratic Management style approached by SainCo
The leadership and management style of an organization represents the instrument for obtaining performance, as the Roussel & NawoseIng’ollan (2017) notes, these components establish how the capital of human resources as well as other resources within the organization will be used.  According to the leadership style established by a company has a direct influence on obtaining an efficient organizational performance.  
The autocratic leadership style, which is also implemented in the management of the traditional SainCo organization, assumes that authoritarian leaders approach decision-making independently, without considering the opinion of the rest of the group. Caillier (2020) stated that the autocratic leadership style gives employees a set of commands about what to do, when and how to do it, creating a clear barrier between management and employees.
Although, SainCo is a family-run business, which preserves the organizational culture over the years, it still failed to gain a competitive advantage. The autocratic management style approached by SainCo represents the main barrier to achieving competitiveness, because this type of management does not allow employees to express their opinions and does not encourage employee engagement. The Human Resources Consulting firm approached by the executive director of SainCO, must focus on the limitations offered by the existing leadership style and how it will influence the implementation of the new performance management. The successful implementation of a new performance management within SainCo will be determined and influenced by the leadership style. Northouse (2013) claims that an inappropriate leadership style directly influences the organization's performance and talent retention.
De Hoogh, et al. (2015) pointed out that autocratic style is the detachment of the goals of the leaders from those of the employees, as the opinions of the representatives of the labour force are not considered. On the other hand, Mohiuddin (2018) stated that autocratic leadership can both positively and negatively influence performance management.
The negative effects of autocratic style, analysed through the prism of the SainCo organization, are represented by the decrease in performance, and the loss of competitive advantage, because being a traditional autocratic company, the opinions of employees are not considered,  generating lack of motivation, trust, recognition and poor employee engagement.
According to Caillier (2020) a positive aspect of autocratic style is that leaders can provide security and peace of mind, while also increasing performance by providing direction and clarity to organizational goals. 
 In this context, other types of leadership have been identified in the specialized literature. 
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Description automatically generated]Muhammad Saqib , et al. (2015)  highlighted, in addition to the autocratic style, other types of leadership such as: democratic, "laissez-faire", which means from French "leave it be", bureaucratic and situational, furthermore, Figure 1.1 below shows the definition and what is the focus of each leadership style.
Figure 1.1: Leadership styles
Source:  (Muhammad Saqib , et al., 2015)
In in the case of SainCo, it would be recommended for the CEO review and to change the leadership style as it is not suitable for the new performance management approach. The most suitable approach to improve the performance of the employees would be the democratic style of leadership. Under this leadership style, employees develop a sense of responsibility and feel valued which acts as a motivator for them.  
1.2 Involvment of Performance Management and Performance Appraisal in organisation
Organizational performance begins to take root with globalization and the emergence of diversification, which has led to the desire to gain a competitive advantage. Thus, performance, as defined by Tweedie, et al. (2018) refers to both results and behaviour, and the performer's desire to develop and evolve, where mental and physical efforts are considered outcomes of behaviour and are delimited by the results proposed by the tasks. Bayo-Moriones, et al. (2019) established that the performance appraisal refers to the set of actions undertaken by an organization to evaluate and participate in the development of employees' competencies, with the aim of improving their performance, and distributing rewards. On the other hand, Murphy, et al. (2019) stated that performance management includes both performance evaluation and job planning, teams, and departments, thus creating a link through which these components of the organization pursue the same goals and strategies.
Therefore, another definition addressed by Mallory (2018) defines performance management as a process of continuous performance improvement by setting personal and collective goals that are incorporated with the strategic goals of the organization, planning performance to achieve goals, reviewing and evaluating the development process
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Description automatically generated]Murphy, et al. (2019) argue that there are key differences between performance appraisal and performance management, as shown in Figure 1.2 attached below.  Although,  the author emphasizes the fact that the application of a performance appraisal usually fails within the organization, Ahmadi & Mirsepassi (2010) stated  that whether PA is formal or informal, it allows the organization to assess employee performance in a fair way, with the goal of development or to justify for example some decisions. A formal PA requires the involvement of several HRM practices, which leads to the development of organizational performance, as it focuses on objectivity, transparency and fairness.
Figure 1.2: Comparison of Performance Appraisal and Performance Management

Source: (Murphy, et al., 2019)
The SainCo organization, by approaching a new PM system, must look back-forward in the traditional methods of PAs performed, because the previous results and methods of evaluation cannot be completely avoided in the implementation of the new PM.  
The Performance Appraisal carried out on SainCo employees in order to obtain a human capital advantage as well as a competitive advantage, must focus on the exchange from traditional PA methods to modern methods, which are shown in Figure 1.3.
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Description automatically generated]Figure 1.3: Performance Appraisal Methods
Source: https://www.educba.com/performance-appraisal-methods/
Therefore, the traditional evaluation method ranking, which focuses on the comparison and classification of employees on a scale from the best to the worst, could be replaced in by the modern Management by Objective (MOB) appraisal method. As stated by Aggarwal & Gour Sundar (2013), MBO the modern method reduces consumption of time because it does not involve continuous feedback, which, according to the Consulting firm, is an advantage for SainCo, because it would require immediate implementation in all ten branches located differently in the UK. In the same way, MBO focuses on self-evaluation of the employee who knows the objectives and expectations of the organization, motivating the representatives of the workforce to perform. 
The design of the new PM approach proposed within SainCo would have a major impact if it centralizes and creates a link between the individual performance goals and the major strategic goals of the organization.  
A survey conducted by the Chartered Institute of Personnel Development (CIPD) showed that 65% of organizations use the annual individual performance appraisal method, while 27% implement it twice a year (CIPD, 2016).
The annual evaluations of the PA in a new concept of PM would pass into weekly, monthly or quarterly evaluations, for a more coherent analysis of the problems that are an impediment to performance.  The "do" and "don't" check boxes found in a traditional model of performance appraisal are recommended to be excluded, creating a wider range of choices for employees choosing how they could influence organizational performance and thus having an impact on personal development. 
Furthermore, the new approach of PM within SainCo should have the focus as stated by Aguinis (2019)  on meeting the following aims: 
· Encourage, motivate and reward employees to offer the best.
· Focus and align individual goals with the goals of the organization to lead to the correct performance of tasks.
· To manage a proactive management and to ensure the endowment of the performance in relation to the agreed responsibilities and objectives.
· To align personal and individual goals with the team, the departments with the divisional and organizational plans. Presentation of well-defined objectives used for this purpose both through software channels and through numerical diagrams, etc.

1.3 Critical evaluation of traditional and modern PM techniques and practices

The economic market space is constantly growing, and companies must undertake continuous strategies to cope with the changes. Both the executive directors and the HR department of an organization noticed that performance management system (PMs) is a primary aspect that must be adjusted to the new market requirements.
Performance management is a systematic process of identifying, evaluating, and developing performance by incorporating employee performance with the overall strategic objectives of the company (Armstrong, 2009). However, in specialized literature, the traditional process of performance management is interpreted as being inefficient and demotivating. According to, Miller (2012) approximately 75% of managers, heads of HR departments, as well as employees believe that the results obtained from the implementation of PM practices and techniques do not correspond to reality and are ineffective. On the other hand, Armstrong (2017) stated that the term performance management must be heard all year round within an organization, and it would focus on how the employees are managed in the company for a year. Thus, the more often this term is communicated, the more employees and managers will understand that setting goals, feedback, and development are related to annual organizational performance results.
Also relevant for the SainCO organization, the traditional method of PM focuses on evaluating the fulfilment of financial indicators: profit, the package of shares on the market and turnover, by the organization, establishing the performance based on them. The financial indicators represent numbers that show the economic stage of the organization, but they do not show which specific elements of the organization led to the performance or which could be re-evaluated and improved (ROSOVÁ & BALOG, 2012).  
 Therefore (Ng & Kee, 2013) found that when evaluating the performance of an organization, the financial indicators and the non-financial indicators or the Key Intangible Performance Indicators (KIPs) , adjusted to the current competitive conditions must be taken into account in order to establish the impact of PM on the overall business.
Moreover, thanks to the technological development and evolution that allowed the exchange of the flow of information found within organizations, the adoption of modern practices and techniques within PM was found in the measurement of organizational performance. According to Bititci, et al. (2015) companies that adopt modern methods of performance management of business processes obtain much better strategic results. Thus, modern performance methods includes: Balanced Scorecard, Sigma Max, Benchmarking and others.
The modern adoption of PM practices and techniques, implies the modern embrace of PA, which, as Aggarwal & Gour Sundar (2013) claim, these are involved in improving traditional performance evaluation methods. However, Mone & Londo (2018) claim that managers, together with leaders, act impulsively in approaching new performance evaluation practices, such as 360-feedback degree appraisal and that of cascading goals across different departments, without focusing on their efficient implementation.  The 360- feedback degree appraisal technique, as shown in Figure 1.4, it is also called multi- analyzer opinion. Thus, according to Singh (2015) this method involves rendering the results of the evaluation of personal or collective performance through the prism of all stakeholders. Applying this technique in the SainCo organization, which has a traditional evaluation process, will increase the participation of employees in the PM process through the objectivity of the method and will realistically measure consumer satisfaction. Under this technique, company could use AI based technology to gather information and data regarding performance of employees under various circumstances and can have better strategies to improve employee performance.
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Figure 1.4: 360- feedback degree appraisal
Source: (Singh, 2015)
SainCo, a run-family business, must not only implement modern appraisal performance evaluation methods and consider these practices as an administrative obligation in order to reduce time, as it has around 2000 employees in ten different locations, and would like these practices to be implemented as quickly as possible, but must also transform these techniques in obtaining performance through day-to-day management of performance and organizational development.

II. Organizational and Employee Concerns 
2.1 Organizational and Employee Concerns within the SainCo organization
Olfat, et al. (2019) found that the notion of employee concerns refers to the occupation and desire of employees to meet organizational objectives to achieve competitive advantage. The concept of organizational involvement in the organization refers to the fact that due to its employees tend to believe that the success of the organization will benefit them by providing well-being and comfort. Mo & Shi (2015) also pointed out that there is a close connection between organizational concern and employee engagement because the higher is the employee's concern for the organization's success, the higher is  the level of involvement in work activities that will increase performance. 
Studies show that the results of PA evaluations should benefit both the organization and the employees (Kim & Holzer, 2016). However, in organizations with an autocratic leadership style, such as SainCo, the transparency of performance appraisal is among the concerns of employees. It is proven that performance appraisals should be a motivational boost for employees, but within SainCo, due to the traditional management style, employees show a lack of confidence, as their opinion is not heard, and they are not given tasks of considerable importance, reducing the sense of responsibility. The SainCo organization has 2,000 employees from different cultures and entities, distributed across ten UK subsidiaries, thus, the responsibilities and performance targets that must be reached are not effectively communicated by the manager to the employees. Therefore, this fact has led to the concern of employees that the evaluations within the PA are not valued correctly, and some perceive the feedback as a conflict in response to other tasks that have not been fulfilled, influencing the performance of the employees, and the business outcomes from the PA have a negative result on performance.
The new approach of PM within SainCo must encourage the Human Resources department, as it must bring an important contribution to the creation of performance policies. Thus, an impact on the new PM in SainCO, through HRM, will be the distribution of targets to different departments, the approach of the KPAs (Key Performance Areas) method, the setting of appropriate appraisal methods, which will create awareness about the correctness of the evaluation process. Panda (2011) finds that the participation and empowerment of employees within the organization gives them the opportunity to express their concerns and to review misunderstandings. 
The CEO of SainCo should consider approaching the concept of employee empowerment for the new performance management (PM) system. Therefore, the concept of empowerment is based on the development of employees and giving them the power to make more decisions on their own with reference to the fulfillment of organizational goals (Ravisha & Pakkerappa, 2017). The impact of the implementation of the concept of empowerment on the overall business of SainCo will be reflected in the financial savings when performing the PA, since there will no longer be opposition from the employees, being accepted as a clear and transparent process from which they could also benefit. 

III. Employee Engagement and Involvement

3.1 The overview of Employee Engagement and Involvement
Employee engagement (EE) and involvement in achieving the strategic goals of the organization are closely linked and collaborated. Thus, as pointed out by Sun & Bunchapattanasakda (2019), EE not only focuses on cognition, but also involves the involvement of behaviour and emotional states, as the employee puts into practice both physiological states, knowledge, and emotions to meet the goals proposed by line managers.
However, Shoaib & Kohli  (2017) emphasizes that EE is a personal state of the employee's knowledge, emotion, and behaviour with a direct tangent to the desire to accomplish the strategic organizational goal. On the other hand, many studies demonstrate that the key factors that drive employee engagement focus on leadership, communication and balance in the professional and private life of employees (Chanana, 2020). 
The management style encountered in an organization determines certain management behaviors, which manage the level of employee motivation, job satisfaction, as well as commitment and organizational citizenship behavior. 
Researches argue that communication is a key element in achieving the maximum level of employee engagement, as this must exist in informing employees through superiors about the strategies and visions of the entire business.
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Description automatically generated]Welch  (2012), presented a model of the concept of internal communication within an organization, as shown in Figure1.5, which has the role of increasing the commitment of employees and their involvement. The internal communication model is based on three structures displayed in the work commitment theory presented by Khan (1990), which claims that performance at work is maximized through the three dimensions: cognitive, physical and emotional.
Figure 1.4: Internal Communication and EE Model
Source: (Welch, 2012)
Thus, since SainCo has a traditional autocratic management style, communication between line managers and employees is not efficient, having an air of dictatorship, and the tasks being individualized with "I/you need to do", while upon reaching the performance of the proposed tasks the sense of team and "we do, we can do" must be present.
The CEO of the SainCO company, with the help of the conceptual model of communication and its implementation in the new PM, can develop communication channels through technology, and the involvement of employees can be gained, especially through the presence of groups in the online environment, Facebook functions here having a major contribution (Chanana, 2020) . The overall business impact on SainCo through the implementation of the communication model, will not only increase the commitment of employees, but also communicate clearly and coherently about the objectives and strategies of the organization. Thus, the opinion of the employees will be taken into account, and the management will earn more trust credits from them. Also, SainCo under new approach should make sure that employees are aware of how important their contribution is in the journey towards organizational goals. Making employees aware of importance of their contribution is possible by appreciating their performance through rewards and promotions. This way other employees could also get motivated to contribute in organizational growth.
3.2 The importance of line managers in Employee Engagement and Involvement 
CIPD (2020) reports that line managers are some of the key elements of the organization, they manage direct employees or teams within the company. Also, the line managers have the responsibility to support the well-being of the employees individually, to manage the workload and to provide the teams with the necessary tools to fulfill the organizational strategies.
PM incorporates multiple HRM practices whose purpose is to improve employee performance and finally organizational objectives. Practices such as goal setting, training and coaching, feedback and PA and their approach in practice is the direct responsibility of line managers. Thus, Waeyenberg & Decramer (2018) established through AMO theory, (Ability, Motivation, Opportunity), presented in the Figure 1.6, the link between PM and HRM. Thus, the author emphasizes that line managers must possess the Ability to implement the activities within the PM system. Armstrong & Taylor (2020) showed that department managers need to be familiar with and know the formal rules and procedures, provide training and feedback appropriate to the goals set. Managers must be Motivated to give sufficient time to provide objective and balanced feedback, be motivated to provide coaching and training for organizational goals to be met.
Also, Opportunity means the possibility for line managers to participate in performance management and outlines the support of the HR department within the functions that need to be performed by line managers.
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Figure 1.6: AMO Model
Source: (Waeyenberg & Decramer, 2018)
SainCo, having a traditional management style with direct communication from key managers to employees and a top-down approach, needs to strengthen more possibilities for line managers. Thus, within a new PMs, the line managers within SainCo would have a direct involvement in the Learning and Development process, which would strengthen the importance of their involvement in the development of subordinate employees but would also contribute to the improvement of managerial knowledge and practices.
Also, line managers are important in the PA process, and the evaluations offered as a result of this process directly condition the appreciation not only of employees, but also of line managers (Gifford, 2020).
Ways to manage performance through appreciation implemented in the new PMs for SainCo:
· Rewards represent any tangible or intangible form put by the employer at the disposal of employees in exchange for involvement by providing talent, competent in meeting the goals of the organization (Nankervis, et al., 2019). Remuneration is composed of two elements: extrinsic and intrinsic rewards, which create the total approach of Total Reward. 
· Incentives - focus plans that allow for extra pay, for extra performance at the standard pay levels established when creating employment relationships (Randhawa, 2007). In other words, incentives are another motivational theory in PMs. Therefore, the new PM system applied in SainCo will also address the involvement of incentive theory whose purpose will be to change the traditional leadership behaviours that inhibits the potential of employees through old and tyrannical techniques. 
3.3 Improving Employee Engagement at SainCo through PM models and theories
Nickels, et al. (2019) shows the importance of EE on PM and how to improve the performance management system, in this context the author highlighted two theories within PM: goal setting and motivational theory, which incorporates the importance of improving organizational performance and employee involvement.
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Description automatically generated]Objective setting Theory,  represents that the goals proposed by the organization for employees have a major importance influencing their performance, and if they are not accomplished, they can be modified, simplifying and making them more realistic (Locke & Latham, 2020). Figure 1.7 demonstrates the process of this theory and the tangent with EE in order to obtain job satisfaction that will subsequently generate high-performance behaviour within the organization.

Figure 1.7: EE and Objective Setting Theory
Source: (Shoaib & Kohli, 2017)
The Human Resource consulting firm within SainCo must report to the CEO about the need to establish the company's strategic objective clearly and simply, so that it can be understood and easily approached by all 2000 employees. Thus, if the objective is established, communicated internally through presentations, through the company's official website, creating awareness about the promotions and the possibilities that the fulfillment of this objective will offer, the employees will be more involved, and the overall business goal will be achieved. 
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Description automatically generated]Management performance systems (PMs) are implemented to enhance organizational performance (Waeyenberg & Decramer, 2018).  In that regard, another strategic tool that will lead to the successful approach of the new PMs within SainCo, is Malcom Baldrige's model of excellent performance, which is also  known as Malcolm Baldrige National Quality Award (MBNQA). According to Taouab & Issor (2019) the MNBQA model presented in Figure 1.8 incorporates seven interrelated dimensions that lead to the organization's performance: leadership, strategic planning, consumer focus, measurement, investigation and information management, human labour capital focus, process focus, outcomes and results. Therefore, another definition of MBNQA model was given by Reyes-Chua & Miranda (2021), which claim that this model is implemented to increase the organization's performance, taking into account the application of performance and remuneration standards, allowing the corporation to achieve its strategic objectives and improve results, to achieve competitive advantage, as well as to work in accordance with its objectives, processes, decisions, employees, actions and results. The Baldrige excellent performance model allows for approaches such as operations reengineering, benchmark implementation and total quality management (TQM), focusing on the motivation and involvement of employees. However,  Wilson & Collier (2000) argue that the results are often insufficient, and the assessment on the seven standards is not efficient because each structure is awarded with a certain number of points, leading at significant costs for the company in analysing all the assessment criteria.

Figure 1.8: Malcolm Baldrige National Quality Award Model
Source: (Taouab & Issor , 2019)

The approach of MBNQA model within SainCo could make a major contribution to the basic evaluation of the management system, which following the scoring according to this model would highlight the shortcomings and could influence the CEO's decision to change the leadership style. Also, approaching this model in the new PMs, the quality of the products and services developed by SainCo employees would be evaluated, and in this context the efforts would be made public and rewarded, which would suppress the autocratic style that the company was used to.

Conclusion

In conclusion, the role of HRM practices is paramount in any organization, regardless of its leadership style, whether democratic or autocratic, as is the case with SainCo. However, Pavlov, et al. (2017) argues that PM does not necessarily require HRM involvement to create organizational performance, arguing that some HRM practices such as reward-focused transactions, which support the personal short-term exchange relationship, have a negative effect on trust, influencing collaboration and exchange of experience. 
On the other hand, Singh (2015) the claims that any method chosen by the line managers involves time, financial conditions, but more importantly the difficulties of the evaluators. Also, in the context of a contemporary organization, with a high level of employee commitment, it is recommended to order two methods of evaluation, past and future, to ensure that the PA process is a balanced and objective one. Therefore, the conclusion of this report outlines the advantages and disadvantages of implementing a new PM system adapted to the contemporary external business environment, which confirms that even if the new PM aims to increase performance, line managers must choose the effectiveness of evaluation theories and methods. of performance so as not to subject the organization to additional costs. 
All this being highlighted, SainCo to approach the new PMs must focus on the individual performance of line managers, because through their reports and involvement in ordering and ensuring the implementation of HRM practices they can create awareness motivating commitment and generating organizational involvement of human resources. 




Recommendations

Short-term recommendations:
SainCo needs to focus on obtaining information from multiple sources, to document which PA methods are used by other competitors in the domain and thus,  analyze what are the negative and positive effects of each method  and its  impact on organizational performance. The company also needs to have a plan with at least two PA methods. Use of information technology and artificial intelligence (AI) based methods could be an excellent instrument for performance management. Thus, AI being a process through which human intelligence is generated through computerized software systems, SainCo could implement smart assistants for key managers within the 10 subsidiaries, which would help them monitor employee evaluation reports and create scales of appreciation from the best to the least efficient, which could determine a transparent and efficient remuneration and promotion. SainCo could set short-term goals and reward results for performance, motivating engagement and stimulating the involvement of other human resources in achieving organizational goals.
Long-term recommendations:
Setting up realistic and efficient long- term goals, SainCo subsidiaries could improve the framework offered by the SMART method where every letter stands for: specificity, measurability, acceptability, reality, and time required to achieve goals. The company also can
implement continuous process based on the PM cycle that goes through planning, monitoring,
review and remuneration. Also, the executive board of the SainCo companies could introduce the variable payment system, whereby the monthly payment of the employees could be determined by their performance, motivating them to develop in the proposed tasks. Another recommendation is to conduct monthly post-employment interviews within the company, which would determine the management to observe at which stage of evolution the employee is and to observe which of them are prepared for a new professional stage.
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Concepts Definitions
Autocratic | The dictator lays down the law in his or her group and expects individuals to perform without
questioning his or her authority
Democratic | It capitalizes on their skills and talents by letting them share their views, rather than simply
expecting them to conform
Laissez- Very little guidance from leaders
Faire Complete freedom for followers to make decisions
Leaders provide the tools and resources needed
Group members are expected to solve problems on their own
Bureaucratic | Every thing is decided in the light of predetermined Every thing is done as per policy or
procedure.
Situational | In it every thing is decided on the spot. No pre-plan is required rather every thing is decided

as per requirement. The leader changes his/her pace with the changing situation.





